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appropriate 
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H&Taskins & Sells is in the education business. Since the Firm's reason for existence is to supply the highest level of expert professional services to 
our clients, the education of our professional staff is 
understandably a major internal concern. And, as 
the accounting profession grows more complex in 
the years ahead, the educational functions within 
H&S will become increasingly vital to the overall 
operations of our practice. 
The educational effort of the Firm falls into three 
primary categories: 
The core program—Basic courses the Firm 
believes should be taken by every new member of 
our professional staff. The Continuing Education 
Department, however, points out that the core 
program should be supplemented by elective 
courses and special training. Intensive tax training 
for those who decide early in their career to 
specialize in taxation would be a good example of 
the latter. 
Elective courses—Haskins & Sells offers a large 
variety of elective courses intended to round out 
the Firm's programs at various career-year levels. 
National and regional meetings—Meetings and 
seminars covering a broad spectrum of educational 
and instructional topics are held annually for 
everyone from the newest staff member to 
partners. Nor is the training director forgotten. 
Continuing Education Department holds an 
annual meeting for training directors to keep them 
informed as to what CE is doing to improve the 
training program and to receive in turn the ideas, 
suggestions and comments of the training 
directors. (A summary of the H&S continuing 
education program is included as a separate folder 
within the Firm's recruitment brochure.) 
H*ow do the training directors see their own function? At the 1975 Training Directors Seminar, those attending were asked to list in order 
of importance their training goals. The first five 
listed were: to generate staff interest; to have a 
well-trained staff; to guide technical development; 
to expand awareness; and to prepare staff to 
develop others. 
As presently structured, direction of the Firm's 
training program is supervised by the Executive 
Office Continuing Education Department under 
partner Don McLellan. It is the responsibility of the 
training director to achieve the goals and objectives 
of the program, within the prescribed structure, 
while taking into account the specific needs of the 
people in his office. 
^KFW/F ^P'ho and what is the training 
H J n ^^director? He is usually a member 
ByPf«y of management. He often has a 
Wr background in teaching within the 
Firm and outside. He frequently has volunteered to 
take on the duties of a training director. He is adept 
at planning year-long training schedules for 
everyone from partners to first-year staff 
accountants while taking into account a complex 
array of limiting factors ranging from client 
commitments, holidays and Firm meetings to 
vacations, office functions and anticipated special 
work. 
Frank Barfuss, partner with our New Haven 
office and a man with long experience in training, 
summed up the function of the training director 
most succinctly: "The role of the training director is 
to assess the staff and job requirements and then 
to decide what training the staff needs and see that 
they get it." 
Frank, involved in the New York practice office 
training program for seven years before 
transferring to New Haven where he has been 
training director for four years, emphasized that 
the size of a practice office affects the practical 
elements of training rather than the overall goals. 
In New Haven, for example, the staff is broken 
down into five groups according to the individual's 
length of time with H&S. "We schedule most of our 
training in the May-through-June and September-
through-October periods, since this avoids any 
conflicts with such obviously bad times as our 
busy season and vacations," Frank said. "And after 
surveying our needs, we've instituted a booster 
program of catch-up courses in a number of areas, 
such as SEC work and computer applications. In 
addition, at least twice a year we give our people 
updates on what we feel are important recent 
developments in different areas of the accounting 
profession." 
But if the timing and the content of the courses 
are important, so, too, is making sure that everyone 
gets the training schedule well in advance. "Our 
schedule for a calendar year is usually published 
the preceding November," Frank said, "so our 
people have sufficient time to study it. 
"The size of our office permits us to limit study 
groups to from five to ten persons each, and most oi 
our material is from the EO Continuing Education 
Department with some modification or 
supplementation to meet any particular needs we 
might have. In New Haven, everyone gets a piece 
of the action: we use mostly our staff people for 
instructors. One obvious advantage is that it 
For the professional accountant, education is a life-long process. 
With the CPA being called upon to perform an increasingly vital service to the American 
business community in a rapidly changing environment, the need for a broad continuing 
education program becomes more important. This is a fact long recognized by Haskins & Sells, 
which provides just such a broad-based educational program for all its professionals, 
from the first-year accountant to the partnership lejel.^ key role in this program is played 
practice office who is known as the M^ClXlttXlfoCt U X I T C C t O I T 
by the individual in each H&S 
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requires everyone to participate, to become actively 
involved in the training program rather than 
simply sitting passively listening to a lecturer." 
Looking to the past, Frank pointed to changes in 
the profession that make training so important 
today. "Twenty years ago it took a good bit longer to 
become a manager. As a result, you had a large 
group of senior accountants with very strong 
backgrounds who provided the newer people with 
on-the-job training. This somewhat lessened the 
need for an intensive formal training program. 
Today things move too fast. An accountant is going 
to get a substantial amount of on-the-job training, 
but the very nature of the profession precludes 
such training to the degree it was provided two 
decades ago. This factor plus the growing 
complexity of the profession make a strong and 
effective training program mandatory. And this is 
what we give our people in New Haven." 
But if Frank Barfuss, with his considerable experience, can run what is essentially a one-man training operation in New Haven, can 
Ken Furuta, a manager with the Los Angeles audit 
department and that office's training director, do 
the same? Despite the large size of the L.A. office, 
the answer is yes. 
Ken, Los Angeles training director for more than 
a year, estimates that he spends about 10 percent of 
his time on his training responsibilities. This is far 
more than Frank Barfuss (although Frank points 
both to his long experience in training and the size 
of the New Haven office as "mitigating" factors) 
but about average for most training directors. In 
Los Angeles, Ken works relatively independently 
within a formalized structure designed to ensure 
that training requirements are met on all levels. 
"As you might expect," he said, "scheduling 
takes up a large part of my time. About a year ago 
we sat down to study scheduling and came up with 
a system which confines our training to seven 
weeks broken up between the spring and fall. 
Before that much of our training was in the 
summer months, with the problems you would 
expect from holding classes at that time of the year. 
Under our present program—especially since we 
see to it that the schedules are available to everyone 
as early as possible—there has been a substantial 
improvement in attendance." 
The initial work in the selection of both training 
courses and instructors is done by Ken, who then 
presents the material to partner Tom Warner. After 
Tom has reviewed the material, it is presented to a 
three-man continuing education committee 
composed of partners Dick Gardner, Dean Jones 
and Don Mini. The committee reviews Ken's plans 
and then may make suggestions or comments for 
his consideration. 
For Ken, the work of the training director is an 
"evolutionary process" involving a continual 
review of the course material available and the use 
of evaluation procedures designe'd to ensure that 
the course material is meeting the needs of our 
people. "I certainly don't work in a vacuum here," 
he said. "Every week, for example, I give Tom 
Warner a summary of the training program's 
progress that includes an evaluation of courses 
and instructors." 
Like most training directors, Ken pays 
considerable attention to developing courses or 
supplementing material prepared by the E O 
Continuing Education Department. "Los Angeles 
has been heavily involved in computer applications 
activities for some time, so we offer a course in 
computers once a year. We also select instructors 
who have strong backgrounds in a subject to 
present a course related to that particular field of 
study and encourage them to bolster the regular 
course material with personal background and 
experience." 
Ji ^ i m Albano, audit manager and training director in Rochester for more than two 1 years, is a person with experience in teaching as well as a strong interest in training. "The starting point for me is the 
Firm's core program." 
Beginning with the core program, Jim monitors 
and evaluates material from the specific point of 
view of the Rochester practice. "Obviously this 
means keeping very close tabs on what all 
departments in our office are doing," he pointed 
out. "We set up a six-member training committee 
that put a lot of emphasis on trying to find out if our 
training was doing the job. We requested 
evaluations of the courses from our staff and 
developed questionnaires that were given to people 
taking training. This past year we have 
restructured our courses after seeing the results of 
our previous surveys. We found, as one example, 
that our people needed more training in specialized 
industries such as hospitals, banks and colleges, 
since these represent a large portion of our practice. 
We've put a considerable amount of effort into 
developing these specialized courses. The staff 
here also recognizes the importance of better 
training in management areas—how to work 
effectively with people—and we've already 
presented some seminars on these topics and are 
studying others that may become part of our 
regular training program." A meeting of partners, 
managers and seniors is held monthly to discuss 
any problems the training program may be having 
and to develop solutions to these problems. 
Jim has taught Firm courses for many years and 
also teaches a CPA review course at the Rochester 
The training 
director has an 
opportunity to cut 
across and become 
involved in 
virtually every area 





Institute of Technology. "Obviously people will get 
more out of a course if it is presented by an 
effective instructor. Whenever possible I select 
instructors on the basis of their expertise. However, 
we like to use the volunteer system at the senior as 
well as at the management level. We find that a 
person who wants to be an instructor usually is a 
good teacher and we've been most pleased at the 
number of volunteers we do have. However, my 
prime concern is seeing that our people get the best 
training available, so we've sent individuals to 
courses or seminars given in other states when we 
felt there was a real need to have someone here in 
Rochester with that knowledge." 
A similar procedure is followed by Jim Copeland, 
audit manager and training director in Atlanta. The 
training material supplied by E O Continuing 
Education Department forms the core of his office's 
course material, Jim said. Atlanta also maintains a 
file of supplementary training material. On 
occasion, Jim pointed out, his office will send 
someone to attend a course sponsored by the 
AICPA or the Georgia Society of CPAs. 
H' o w does the Atlanta office decide on a training program? "First we schedule all courses included in the core program and then, after careful analysis of our 
needs, we add supplemental courses," Jim 
explained. "For example, if our working-paper 
reviews indicate a 'weakness in statistical sampling 
or a lack of understanding of regression-analysis 
techniques, we would include a special course 
covering these subjects. Also, we annually present 
several classes on accounting for specific 
industries, again based on our local needs. All the 
courses we intend to teach are put together in an 
annual program and submitted to the partner in 
charge and to our technical coordinator for review. 
Following their approval, we distribute a copy of 
the training schedule to our staff and management 
groups. During the year we will also include two or 
three other special meetings to cover current 
matters that we believe are critical." 
Houston audit manager Larry Patrick, training 
director since last June, has taught classes in the 
Houston office, for the Texas Society of CPAs and 
at the University of Houston. 
"The quality of any training program is only as 
high as the quality of the instruction," Larry said. 
"In prior years, we tried to select instructors only 
on the basis of their experience or background. 
However, to be an effective instructor, a person not 
only needs the experience but also the ability and 
desire to instruct. We believe that everyone cannot 
do everything, or at least excel in everything. With 
this in mind, we distributed questionnaires to our 
staff asking them if they would like to instruct and 
to rate the three best instructors they have had. 
The answers to the questionnaires gave us a direct 
channel of communication with the people who are 
qualified and want to instruct, and a basis to select 
a group of instructors to teach all our training 
courses. We think that by being more selective, 
we'll develop more effective instructors, and thus a 
better training program." 
The questionnaires also ask for opinions 
regarding the training program. Larry and the 
Continuing Education Committee (composed of an 
audit manager and four audit staff accountants) 
analyzed the answers given on the questionnaires 
and then made recommendations regarding the 
training program. 
The Continuing Education Committee is 
currently studying possible modifications in the 
presentation of the training program, such as 
combining certain courses into a block, establishing 
some elective courses within the training program, 
and accelerating the timing of some courses so 
they correlate more closely with the responsibilities 
the accountant has during an audit. "We think that 
some of our training might have been offered too 
late; that it would be more beneficial at an earlier 
date," Larry said. Courses given in prior years are 
evaluated to determine what aspects should be 
expanded in the future and whether any points 
should be eliminated. 
One of the more interesting points in Houston's 
program is a week of training on the"Haskins & 
Sells approach to auditing," which is presented to 
the new accountants starting in January. "We want 
our people to have a sense of identification with the 
Firm and with the people they'll be working with," 
Larry said. "Besides that, we think the week of 
training permits more efficient use of in-charge 
accountants, because we only need one or two 
in-charge accountants to instruct ten to fifteen new 
employees." 
Audit manager Dave Sarbey is training director 
for our Miami office. Now in his second year as 
training director, Dave and a group of seniors are 
the office training committee and meet once or 
twice annually to plan the training program. 
"We've established a peer-group structure here in 
Miami," Dave said, "with our people grouped 
according to past training and experience. We 
usually have about twelve to fifteen people in a 
section and try to keep them together as long as 
possible. We find this lets the members of a group 
get to know each other better and also tends to 
promote more discussion. Also, getting people 
involved in training gives them more of a feeling of 
participation and responsibility, so we try to get 
them to be instructors as frequently as possible. 
Each group has a committee member assigned to it 
as a moderator. He does not always act as an 
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instructor, buthas a voice in what courses those 
people will take and he sees that the discussion 
stays on track. Other instructors include partners 
and managers." 
Dave noted that selected client material is 
sometimes incorporated into course material to 
give the groups examples of problems, solutions 
and techniques that have been encountered and 
used by those at the Miami office. 
Phil Callif, audit manager in Cincinnati, was 
training director for two years before having to give 
up those responsibilities last summer because of an 
increasingly heavy work load in other areas. "We 
use the questionnaire system in Cincinnati and it 
has worked quite well for us. We query all our 
professional people for specific recommendations 
on training or course material in use, and just to see 
if they have any other ideas we might use. We've 
gotten an excellent response." 
Phil, who has a strong teaching background—he 
taught a CPA review course at Miami University at 
Oxford, Ohio, and led a two-day seminar for the 
internal auditors of client Armco Steel as well as 
teaching courses for H&S—said Cincinnati has 
"tailored" and supplemented some of the material it 
uses, particularly in areas relating to specific 
industries. "We've also developed our own course 
material where we found this to be the most 
efficient and effective solution to a training 
problem," he said. "The training director in 
Cincinnati is not isolated," he noted. "He gets really 
good feedback from partners and managers as well 
as from the staff, so we always have a good idea of 
the kind of job we're doing." 
C ertain themes seem common in conversations with training directors. The value of a good training program to our recruiting efforts is one example. Almost 
all the training directors concurred that a strong 
training program is one of the things of great 
concern and importance to college students. 
Miami's Dave Sarbey termed the H&S training 
program "an essential part of our recruiting 
program." Jim Albano called the training program a 
"big plus" in recruiting. "In Rochester we've found 
that many students have one immediate goal in 
sight—passing the CPA exam. It really is an 
advantage to be able to tell them about the courses 
we offer, first to reach this initial goal and then to 
help them grow professionally." 
Many training directors occasionally use outside 
facilities for teaching certain courses or for holding 
seminars and schools are frequently chosen, partly 
because they are designed specifically for the 
teaching function. But other benefits accrue. Jim 
Copeland pointed out that he "can utilize the 
faculty and facilities of nearby colleges and 
universities in the office training program. The use 
of off-site facilities," he said, "takes your staff away 
from the telephone, puts your people in a different 
environment that encourages learning." 
Training directors also are unanimous in 
pointing to the support they receive from the 
partner in charge of an office. Considering the 
relationship of the quality of training in an office to 
the level of service it offers to a client, it is 
understandable that a partner in charge considers 
the office training program one of his prime 
responsibilities. 
For Don McLellan, who was himself a training 
director with the Boston office, the role of the 
Continuing Education Department is more than 
simply to supply the basic core courses to our 
practice offices. "If one looks at the Firm's training 
program as a whole, it becomes apparent that 
neither EO Continuing Education nor the training 
director and his people can do the whole job by 
themselves. In a very real sense we depend upon 
and support each other." In order to encourage 
training directors to call Continuing Education 
when they do have a question or want assistance, 
managers in the CE Department have been named 
practice office coordinators. Each is responsible for 
a specific number of practice offices and is available 
when the training director in one of his assigned 
offices has a question or problem. 
Continuing Education is constantly monitoring 
the outside information available to it and the 
course material it makes available to our offices. It 
offers regular seminars for instructors to increase 
their effectiveness, and studies and evaluates tools 
and techniques designed to improve the level of 
instruction. 
Recognizing that the mandatory continuing 
education requirements for CPAs now in effect in 
some states have extended the work of the training 
director, Continuing Education expects to 
implement a new reporting system this year that 
will not only reflect more accurately the time and 
content of courses an individual has taken, but will 
permit easier access to this material wheri 
necessary. 
The team concept has always been important to 
Haskins & Sells. Within this team the training 
director fills a position of vital importance to the 
total operations of the Firm. And it is a position that 
without any doubt will become even more critical 
in the future. 
